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INTRODUCTION 
Theories of career development and career choice provide the 
practitioner and researcher with a framework from which to study the ways 
people go about deciding upon careers. Common to both theories and 
career Interventions Is the assumption that useful knowledge will be 
gained by looking at groups of individuals rather than the Individuals 
themselves. 
There is no dispute that such an approach has served the field well. 
However, in recent years there has developed an Increasing realization of 
the limitations of the nomothetic approach in vocational psychology 
(Zytowski & Borgen, 1983) and In personality psychology more generally 
(Tyler, 1978). Illustrative examples of the new methodologies have 
Included single subject behavioral designs (Kazdin, 1975), empirically-
based case studies (Hill, Carter, & O'Farrell, 1983), person to person 
matching in Interest measurement (Kuder, 1980), and adaptations of 
Kelly's (1955) role construct repertory test (Fransella & Bannister, 
1977) In various applications including career counselIng. 
Relative to vocational psychology, it can be stated that researchers 
In the nomothetic tradition virtually ignored theories of the person 
facing a career decision. In other words, they did not base theories on 
the Ideas and perceptions of career deciders. Rather, they developed 
theories and Interventions based on Ideas and perceptions of researchers. 
For example, until recently (Fretz & Leong, 1983; Power, Holland, Daiger 
& Takal, 1979) they neglected to ask career deciders what they expected 
to gain from career Intervention. 
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One remedy for this situation may be to consider methodologies which 
originated in George Kelly's (1955) psychology of personal constructs. 
According to Kelly, individuals respond not to external stimuli but to 
their perceptions of stimuli. The perceptions, termed constructs, are 
those mental schemes used by individuals to predict and control events. 
Taken together in the enormous complexity Involved, personal constructs 
comprise one's implicit theories. In accordance with implicit theories, 
individuals anticipate outcomes and evaluate actions. Kelly believed 
that the objective of counseling ought to be helping individuals become 
better personal scientists. Considering an example from career 
counseling, one might help a client first gain awareness of the degree of 
consistency between self-expectations and characteristics of careers, and 
later estabiIsh goals and plans of action. 
In the opinion of Fransella and Bannister (1977), Kelly's lasting 
contribution was the methodology he used to elucidate facets of personal 
constructs. The method, originally called the repertory test, is often 
referred to as the rep test, or simply the grid. In the general format, 
a grid is made up of three parts: elements, constructs, and a "linking 
mechanism" which is the procedure, often in the form of ratings or 
rankings, by which elements are judged in terms of the constructs. The 
purpose of administering a grid is much the same as a structured 
interview. The grid format permits the clinician Insight Into questions 
such as: What is important to this person? What ideas cluster together 
to form superordinate themes? Which Ideas are isolated or In 
conflict? And, what are general implications of the ideas expressed? 
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In other words, like an interview, a grid provides client and counselor 
with ideas for further exploration. The grid is potentially more valuable 
because it produces answers in mathematical form for each individual. 
Furthermore, statistical data from Individuals can be combined together. 
The grid is a method which elicits and measures individuals' implicit 
theories, and is at the same time a procedure which can be used to 
collect data for groups. To the extent that such a venture is successful 
with undecided persons, the grid promises to narrow the distinction 
between theories of deciders and theories of researchers (Cochran, 
1983c). 
Leona Tyler (1978) lends further credence to the notion of examining 
constructs. While recognizing the value to be gained from a trait-factor 
approach, she added: 
For other purposes, what we need to analyze are the individual's 
psychological structures through which experience is processed. 
What persons, jobs, virtures, or political labels are classified 
together in the same way? (p. 237) 
It is in the spirit of Tyler's quote that grids have been used in 
career counseling. Smith, Hartley, and Stewart (1978) presented a case 
study in which a grid was used to help an undecided col lege student. 
Bodden and colleagues (e.g. Bodden, 1970) used grids to explore 
relationships between cognitive complexity and congruence of choice. 
Cochran has published a series of articles regarding both application and 
research with career grids. For example, he used a career grid to 
describe cognitive processes involved in individuals' career decisions 
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(Cochran, 1983a, 1983b, 1983c). 
A brief description of Cochran's (1983c) grid technique follows. 
Each client generates a list of 10 career alternatives which are ranked 
from most to least preferred. Next, the client selects and ranks the 10 
most important work values. The occupations are judged in terms of their 
capacity to satisfy the selected work values. Judgments can be made on a 
rating scale, or a binary choice, depending upon the computational 
fad I ities available to the counselor. In either case, judgments yield a 
ten-by-ten grid. Many different types of scores could be derived from a 
single grid. Cochran (1983c) proposed seven which can be used to 
elucidate the cognitive schemes of career deciders. For example, one of 
the measures. Intensity, is used to describe the degree of 
interrelationships among constructs. Cochran computes Intensity by 
obtaining for each client a matrix of all the intercorrelations among the 
constructs. Each of the 45 entries in the correlation matrix Is squared 
and then summed. By so doing, intensity scores between clients are made 
additive and so directly comparable. 
In the absence of data. It appears that the grid technique parallels 
tasks of career counseling. Consider the task requirements. By asking 
clients to rank career preferences and values, the grid serves as a 
cognitive rehearsal of present aspirations. In the process of doing this 
activity, students may be helped to develop cognitive schemes organized 
around themes of the self and occupations. Besides helping discern 
overall themes, the grid may be useful in pointing out inconsistencies or 
conflicts among judgments. In information processing terms (e.g. Pitz & 
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Harren, 1980), the grid may simplify the decision process and so avoid 
the problem of information overload which often results in distortion and 
inconsistencies. In sum, the career grid, like other techniques such as 
the Self Directed Search (Holland, 1979) or a vocational card sort 
(Tyler, 1978) may be both an assessment device and a counseling 
intervention. 
At this time, studies of the repertory grid, career or otherwise, 
predominantly have been either case studies, or investigations of the 
internal structure of grid responses. Much less attention has been 
devoted to the reliability or external validity of grid scores. 
Consequently, validity of the seven measures proposed by Cochran (1963c) 
remains largely unproven. 
Validity of the grid format for career counseling purposes is 
dependent on meeting the fundamental assumption that scores derived from 
the grid correspond meaningfully to psychological constructs in the 
person. In this study, I intend to collect data which will test this 
assumption. My objectives are threefold; First, I will derive 
descriptive data for college students' scores on a career grid. Second, 
I will determine the stability of grid scores. Third, I will examine the 
construct validity of grid scores by examining their relationships with 
more ordinary measures of career choice status. 
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LITERATURE REV IEW 
Career Grids 
Applications in Career Counseling 
Cochran (1980a, 1980b, 1983c) has used the career grid for over a 
decade to help students better understand the nature of their career 
decisions. He did not present data attesting to the efficacy of a grid 
intervention but did argue on a logical basis that the grid should be 
useful. As indicated in the Introduction, he argued that the process of 
completing a career grid Is comparable to the process of deciding upon 
career alternatives. 
A case study by Smith, Hartley, and Stewart (1978) described In 
detail how the grid technique was used to help a college student select a 
suitable major. The student was asked to generate a list of 17 possible 
occupations. Constructs were elicited using Kelly's method of random 
trials. In this method, each element was written on a card. Three cards 
were chosen at random. The subject was asked to identify which two 
elements go together, and having done that was asked to describe the 
similarity. From this description of similarity, a construct was 
derived. The procedure of random trials was repeated as long as new 
constructs were forthcoming. The student rated the constructs and 
elements on a seven-point scale. A principal components analysis of 
constructs was used both to identify which constructs predicted the 
largest portion of variance and to determine which constructs fit 
together. In this case, the analysis yielded two easily labeled sets of 
constructs, "big shot" and "outdoor", which permitted a simplified 
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conceptualization of the way careers were being construed. According to 
the authors, this insight was highly useful to the student. 
Cochran's Seven Grid Scores 
To describe operationally the actual process of construing career 
choices, Cochran (1983c) proposes seven measures which can be derived 
from a career grid. In Cochran's (1983c) procedure, students generate 10 
occupational alternatives. A large number of work values are supplied. 
From these, the student Is instructed to choose 10 which are the most 
significant to their choice of a career. Alternatives and constructs are 
then ranked from most preferred or important, to least. Judgments are 
made on a five-point scale ranging from +2 to -2 or +1 to +5 for each of 
the 100 entries in the grid. Table 1 shows a grid which was completed by 
a female college freshman. A description of the seven proposed scores 
fol Iows. 
The first score, intensity, refers to the strength of relations 
between constructs. Operationally, intensity is reflected in the 
correlation matrix produced when ratings for all pairs of constructs 
(i.e. ratings in rows) are correlated. The forty-five correlations which 
result can be summed to produce an intensity score for a single 
individual. Or, if one wishes to compare individuals, one can first 
square and then sum the correlations. For convenience, this number is 
then multiplied by 100. In a high intensity grid, constructs are highly 
correlated, or tightly construed, while the converse is true in a low 
intensity grid. For the sample grid, construct intercorrelations are 
Table 1. A Sample Career Grid 
Occupational Alternatives 
Desired Pole A B C 0 E I-" e H 1 J Non-desired pole 
1. High self-actualization 5 4 5 3 4 4 4 4 5 3 Little self-actualization 
2. High creativity 5 4 1 3 5 5 4 3 5 4 Low creativity 
3. High economic security 5 2 3 5 4 3 4 3 3 3 Poor economic security 
4. Much responsibility 4 5 5 4 5 5 5 4 5 4 Little responsibi1 ity 
5. High prestige 5 4 3 4 5 5 4 3 4 3 Not much prestige 
6. High intellectual stimulation 5 5 3 4 5 4 5 4 5 4 Less intellectual stim. 
7. High social interaction 4 3 3 5 4 3 2 5 2 4 Less social interaction 
8. Good advancement 5 3 2 4 4 1 3 3 3 1 Few advancement opportun. 
9. High altruism 5 5 1 5 5 4 5 5 4 5 No altruism 
10. Much autonomy 4 4 2 1 4 5 4 4 5 2 Little chance for altruism 
Sum for occupations 47 39 28 40 45 39 40 38 41 33 
Implicit rank of occupations 1 6.5 10 4.5 2 6.5 4.5 8 3 9. 
Explicit rank of occupations 
(five ooint seale) 
5 5 4 4 3 3 2 2 1 1 
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presented fn Table 2. An N of 10 requires a correlation at least equal 
to .63 in order to be significant at the .05 level. Three constructs, 
creativity, intellectual stimulation, and autonomy are significantly 
interrelated. Three pairs, economic security with advancement, 
responsibility with social interaction (a negative correlation), and 
intellectual stimulation with autonomy are significantly related. One 
construct, creativity, is correlated with four constructs. By 
considering these relationships one can gain a better understanding of 
how ideas fit together. The intensity score of 789.80 for this grid 
compares with a mean of 1,123 for high school females (Cochran, 1983c). 
An intensity score higher than this example would suggest that constructs 
cluster into fewer themes, while a lower score would mean that constructs 
are isolated. As will become evident in a later section, the meaning of 
intensity is not clear. For now, suffice It to say that Cochran (1983a, 
1983c) considers high intensity to be associated with the degree to which 
new career-related information can be integrated. 
Conflict is the second score. Conflict refers to inconsistency 
among constructs. To compute conflict all negative correlations are 
squared and summed. This figure is multiplied by 100 and then is divided 
by the intensity score, thereby yielding the percentage of total variance 
which is negative. As can be seen in Table 2, high levels of 
responsibility go along with low levels of social interaction. Overall, 
the conflict for this grid is 22. Presumably, Cochran (1983c) argues, 
persons who are satisfied with their career decisions have either 
minimized conflict or accepted the need to compromise. 
Table 2. Correlations among Constructs in the Sample Grid 
Constructs 
Constructs 1 2 3 4 5 6 7 8 9 10 
1, Self-actualization -.22 .42 .06 .20 -.05 -.08 .55 -.42 -.06 
2. Creativity .13 .10 .74 .79 -.20 .19 .64 .67 
3. Economic security — -.44 .42 .16 .37 .67 .27 -.30 
4. Responsibi1 ity .26 .18 -.80 .23 -.41 .48 
5. Prestige — — .58 
-. 13 .42 .32 .50 
6. Intellectual stimulation -.29 ,54 .68 .59 
7. Social interactions — — — — .28 .33 -.49 
8. Advancement .37 .07 
9. Altruism .19 
10. Autonomy 
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The third measure is positivity. This.score is computed by adding 
ratings on the entire grid. For the sample grid in Table 1, positivity 
is 390, meaning that average ratings are close to the "somewhat positive" 
description. Similarly, positivity scores can be computed for constructs 
or alternatives separately. Cochran (1983c) contends that positivity 
represents an overall index of the favorableness by which occupations are 
construed. 
Discrimination is the fourth score. A construct must yield 
differences in ratings if it is to be useful. For an individual, 
discrimination can be estimated for rows or columns by simply looking at 
differences among the ratings. For an entire grid, and to use this score 
for normative purposes, the standard deviation of ratings is preferable. 
In the sample, discrimination for the entire grid is I.I I. A low 
standard deviation may reflect career choice indecision since the 
individual cannot discern differences among occupations. 
The fifth measure is extremity or the extremeness of ratings. 
Extremity is computed by summing the absolute value of all ratings. In 
the sample grid, extremity could not be computed because, unlike Cochran, 
negative ratings could not be given. This does not appear to be a 
significant departure from Cochran's procedure because extremity is 
correlated with discrimination; that is, the use of non-extreme ratings 
will lower the standard deviation. 
Evaluative accord, the sixth measure, compares the explicit 
ranking of occupational alternatives with a ranking based on the more 
implicit sum of ratings for each alternative (positivity). Evaluative 
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accord is computed by correlating rank order differences between the 
explicit and implicit rankings, it is shown in Table 3 that the implicit 
rank is based on the sum of ratings for each occupation. The rho 
correlation which compares implicit and explicit ranking of alternatives 
for the sample grid is .27. 
A related measure, the last one, is importance. This score compares 
agreement between explicit ranking of constructs to the actual 
application of the constructs. In other words, importance reflects the 
extent to which what a client says is important, is actually used to 
assign ratings. Three computational steps are required. First, the 
explicit ranking of alternatives is collapsed to a five-point scale with 
3 as the midpoint as in the bottom of Table 1. Second, ratings given to 
each construct are correlated with the collapsed preference ratings. 
This provides an implicit index of importance. Ratings are collapsed so 
that they correspond exactly to the range of possible scores. For the 
sample, these are presented in Table 3. Next, these correlations are 
ranked. Third, a rank order correlation between explicit and implicit 
agreement is computed to produce the importance score for each 
individual. In the sample grid this value is .25. Normative data for 
both importance and evaluative accord is made possible by squaring the 
correlation for each subject. 
A summary of grid scores is presented in Table 4. As the reader 
will become aware, there is little empirical support for the 
psychological meaningfulness of these scores. The next section will 
review the background literature. 
Table 3. Calculating the Rho Between Implicit and Explicit Rating of Construct Importance 
Exp Iicit rank i ng 
of construct 
importance 
Construct correlations 
with col Iapsed 
ranking of preferences 
Imp Iicit rank i ng 
of construct 
importance 
Constructs 
Se If-actuaIization 
Creativity 
Economic security 
Responsib il ity 
Prestige 
Intellectual stimulation 
Social interaction 
Advancement 
AItru i sm 
Autonomy 
1 
2 
3 
4 
5 
6 
7 
8 
9 
1 0  
.44 
-.17 
.23 
. 00  
-.37 
. 00  
. 21  
.51 
- . 12  
-.17 
2 
8.5 
3 
5.5 
4 
5.5 
4 
1 
7 
8.5 
Note: in this example, the rho correlation between the implicit and explicit rankings is .25. 
Table 4. Cochran's Career Grid Scores 
Intens ity - relations among constructs 
ConfI i  ct inconsistency among constructs 
Pes itivity 
Discrimination 
Evaluative 
Accord 
overall favorableness of ratings 
dispersion of ratings 
comparison of implicit vs. 
explicit occupational rankings 
Importance - extent to which what a person 
says is important actually is 
used to assign ratings 
Extremity - dispersion of ratings 
Operational Definition 
all intercorrelations among rows are 
squared and summed 
negative correlations among rows are 
squared and summed and divided into 
intensity 
sum of ratings 
standard deviation of ratings 
a rho correlation compares the order 
of stated occupational preferences 
(explicit) to the order of 
preferences based on the ratings for 
each occupation (implicit) 
three computational steps are required 
see the text for an explanation 
sum of the absolute values of ratings 
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General Conceptions Regarding Relatedness of Constructs 
The degree to which constructs are interrelated has been and remains 
a topic of considerable interest both in studies of personal construct 
psychology and in applications of career grids. Early attempts to 
describe relatedness can be traced to Bieri (1955) who used the term 
"cognitive complexity" to describe the number of categories an individual 
employs to organize constructs. As already mentioned, Cochran (1983c) 
advocates use of the term "intensity". This term was coined by Bannister 
(I960) to represent the degree of correlations among constructs. The 
popularity of this line of research belies the fact that over six 
distinct empirical measures were purported to describe the same concept 
(Crockett, 1982). Since "cognitive complexity" and "intensity" were used 
in career grid research, an overview of the origin of each term will be 
presented. 
Cognitive Complexity 
According to Bier! (1955), more complex construing means that an 
individual incorporates a large number of informational categories into 
the process of construing. Simplicity, the reciprocal, refers to the 
number of redundancies used to process information. Using Bieri's 
method, a complexity score is obtained by comparing ratings between each 
row of constructs and counting the exact number of identical judgments or 
matches. In a 10 X 10 grid, for example, there are 45 row combinations, 
and 10 scores per row, allowing scores to range from 0 to 450. 
Data from early studies (e.g. Bieri, 1955) supported the efficacious 
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nature of complexity with the finding that complex subjects were more 
accurately able to use constructs in distinguishing themselves from others. 
Further research, however, provided mixed support for Bier I's explanation 
of complexity (Crockett, 1982). For example, it was reported that 
complexity did not increase with age in children (e.g. Vacc, Loesch, & Burt, 
1980) as expected, nor was complexity predictive of accuracy of person 
impressions (e.g. Honess, 1976). Suffice it to say, a large number of 
studies tested Bieri's notions of complexity. Yet, after three decades 
there appears to be little consensus as to the precise meaning (Crockett, 
1982; Fransella & Bannister, 1977). 
intensity 
Bannister's early interest in relatedness among constructs was 
concerned with the structure of thought in schizophrenic persons 
(Bannister, I960). His term, intensity, is the inverse of complexity. 
High intensity means high intercorrelations, or low cognitive complexity, 
in a series of studies (e.g. Bannister, 1965), it was found that thought-
disordered schizophrenics obtained lower intensity scores than both non-
thought disordered schizophrenics, or persons with other mental 
disorders, thus, lending credence to the conclusion that low, in this 
case very low, intensity corresponds to pathological thinking. In an 
attempt to explain the origin of disordered thought. Bannister (1955) 
proposed that repeated disconfirmation of one's constructs produced a 
lowering of intensity scores. His data indicated that repeated 
disconfirmation of one's opinion lowered correlations among constructs. 
17 
while the correlations increased in response to confirmation. In a more 
recent test of Bannister's hypothesis, Cochran (1977) reasoned that 
persons will respond to confirming or disconfirming information 
differently depending on the initial level of intensity. Specifically, 
he predicted a low intensity group will not decrease intensity scores in 
the face of invalidation because to do so would risk losing what little 
conceptual structure they began with. High intensity would allow this 
group to decrease intensity scores in a disconfirming condition because 
an adequate structure among constructs would still exist. Persons who 
received consistent information were not expected to show a differential 
reaction. Data supported the major hypothesis. In response to 
disconfirming information, persons with low intensity scores dramatically 
increased intensity while those with high scores moderately decreased 
intensity. As expected, there were no differences when the information 
W2F consistent. Cochran (1977) argued the results tentatively support 
the conclusion that people strive to maintain well-defined patterns of 
constructs. Lawlor and Cochran (1981) assigned subjects to either a 
confirmation or disconfirmation group. All subjects were presented with 
the task of rating career roles on personality descriptions. After 
subjects completed ratings for each personal ity description, the 
experimenter provided ostensible feedback about the accuracy of the 
judgment. Those in the disconfirming group received feedback 
that performance was poor relative to subjects in the confirming 
group. Actual Intensity scores were obtained on trials for which no 
feedback was given. Intensity was computed via principal component 
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analysis of each subject's grid. The percentage of variance accounted for 
by the first factor was the intensity score. The major hypothesis was 
essentially an attempt to validate Bannister's invalidation hypothesis. 
Disconfirmation was expected to decrease intensity depending on initial 
intensity scores, while confirmation was expected to increase intensity. 
Results provided partial support. Disconfirmation produced lower intensity 
scores for subjects who started high, but did not affect intensity of 
persons who started low. In the confirmation condition, low intensity 
subjects did not change but high intensity subjects decreased in intensity. 
Again, the invalidation hypothesis was supported but only for high 
intensity subjects. 
This overview covered two theoretical attempts to describe 
relatedness. At present, the only agreement regarding this dimension is 
that we are not clear as.to its meaning. For reasons that will become 
evident in a later section, I favor Cochran's (1983a) adoption of 
the Bannister concept of intensity. To paraphrase Cochran (1983a), 
calling it cognitive complexity has prejudged what is being measured. It 
makes sense to use the more neutral label "Intensity" until empirical 
results give us cause to do otherwise. 
All studies In the following section employed career grids. As will 
become apparent, adherents of the cognitive complexity perspective 
reached some perplexing conclusions. 
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Relations Between Constructs in Career Grids 
Cognitive Complexity in Career Grids 
Bodden (1970) tested the hypothesis that cognitJvely complex persons 
are more likely to make appropriate vocational choices than cognitiv.ely 
simple persons because the former uses a fine-grained analysis of 
occupations. Appropriateness was defined in two ways; first, by the 
match between college students' ACT composite score and the occupational 
level of career choice, and second, by the degree of congruence between 
expressed choice and the subjects' high point code on the Vocational 
Preference Inventory (Holland, 1966). The grid used by Bodden, the 
Cognitive Differentiation Grid (CDG) was one In which constructs and 
occupational alternatives were supplied. In other words, all subjects 
made judgments on exactly the same grid. Complexity was computed by 
counting the number of identical judgments between the rows. The 
results did not support the hypothesis regarding the level of choice. 
Regarding congruence, the expected relationship was found for junior and 
senior males but not for lowerclass males or females of any class. A 
follow-up study by Bodden and Klein (1972) using only upperclass college 
students replicated the results. 
A number of similar studies followed in which a similar grid was 
used to investigate facets of cognitive complexity. For example, Bodden 
and Klein (1973) found that subjects who were instructed to select 
occupations in a way that half the occupations were disi iked and half 
were liked, made more complex ratings for the disliked occupations. In a 
closely related study (Bodden & James, 1976), subjects were provided 
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positive information about selected occupations. The authors predicted 
that positive information should increase the ability to discriminate 
among occupations. The increase should be evidenced by more complex 
judgments on the grid. Contrary to predictions, cognitive complexity 
decreased. 
Haase, Reed, Winer, and Bodden (1976) further examined possible 
relationships between the provision of occupational information and 
cognitive complexity. The authors suggested that the positiveness of 
information will produce differential effects on complexity. 
Occupational information, positive, negative, or mixed was provided to 
college students in the form of written packets. As in the previous 
studies, the information corresponded to the occupational alternatives 
found on the CDG. In an analysis of coveriance design, complexity across 
each of the three groups was compared at the posttest. Results 
replicated the Bodden and James (1976) finding in that complexity 
decreased for subjects who received positive information. However, the 
decrease in complexity was less for subjects who received either negative 
or mixed information. The authors concluded that the results supported 
Bodden's original hypothesis but added a qualification. Specifically, 
the authors suggested that vocational information is useful when it is 
not entirely positive. In other words, to be useful, information should 
be realistic, conveying positive and negative information. 
Winer, Cesar I, Haase, and Bodden (1979) explored relationships 
between cognitive complexity and measures of career maturity. Scores on 
the Career Maturity Inventory (Crites, 1978) comprised indexes of career 
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maturity. There were several measures of complexity. First, the Bleri 
Repertory Test (Bleri et al., 1966) was used. In the Bieri grid, 
elements were personal role titles such as "yourself" or "your ideal 
self" and constructs were personal characteristics such as "outgoing" 
versus "shy". In addition to the usual complexity score for constructs, 
comparisons were made between the columns (occupations, or role titles). 
Results Indicated there were no significant correlations between the CDG 
complexity scores and career maturity, while there was a moderate 
relationship between the Bieri complexity scores and career maturity. 
The authors made two conclusions. First, cognitive complexity was 
associated, although weakly, with greater levels of career maturity. 
Second, because the interpersonal I y related format (Bleri's grid) was 
more predictive than the occupational measure, career maturity is perhaps 
more a matter of understanding oneself than the world of work. 
Computation of complexity scores by comparing matches across columns is 
of questionable validity. What it means to use the same rating when 
judging elements, be they occupations or personal role titles. Is 
unclear. For example, giving the same rating to role titles such as 
"ideal self" and "yourself" seems adaptive, while giving the identical 
ratings to diverse occupational titles, say "farmer" and "chemist" may 
signify an inability to discern Important differences. In either case, 
the conceptual understanding of a cognitive complexity score derived in 
such a way is not clear. This problem is made even more evident when it 
Is considered that the CDG grid requires judgment to be made on 
occupations which may hold little relevance to specific individuals. 
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Cesari, Winer, Zychlinski, and Laird (1982) replicated Bodden and 
James (1976). They tried to predict complexity scores on the basis of 
the degree of indecision about career choice as measured by the Career 
Decision Scale (Osipow, 1980). Data did not support any predictions. 
There was no difference in the cognitive complexity of decided versus 
undecided students at the time of pretesting. Nor was there a 
differential change in complexity scores based on the level of 
decidedness. Unfortunately, this study had several methodological 
problems. For example, no data were reported on the mean level of 
decidedness across groups, leaving one to wonder about the magnitude of 
contrast between groups. Further, sample sizes in each cell were unequal 
and were as small as II. Finally, there were no procedural controls to 
ensure that subjects actually read the vocational information. They were 
simply given a packet to take home and read. Consequently, very little 
confidence can be placed in these negative results. 
Waas'(1984) noted that results from career grid studies raised 
questions about the efficacy of providing vocational information. Waas 
(1984) suggested that information based on Holland's theory of types 
would be more relevant than objective information regarding specific 
occupations. Confirmation of this hypothesis would support the presumed 
advantages of cognltively complex schemes, and would thereby explain why 
vocational information resulted in less complexity. To complicate the 
matter, Waas substituted the term "differentiation" for cognitive 
complexity. Differentiation was computed from the CDS In two ways. The 
number of identical scores were counted across columns (construct 
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differentiation) and across rows (occupational differentiation). Varied 
information was presented to three groups: no information, objective 
information, and personality-environment typologies. Specifically, it 
was predicted that persons who received personality-based Information 
would obtain higher differentiation scores. Consistent with previous 
studies, results were mixed. For example, a previous finding was 
replicated in that objective information produced less differentiation 
(i.e. lower cognitive complexity). Regarding differentiation of 
constructs, the expected advantage of personalIty information over 
objective information was not found. On the other hand, for 
differentiation of occupations, personality information resulted in 
greater differentiation. This study was marred by familiar 
methodological flaws. There was no evidence that students read any of 
the information. The CDG requires that judgments be made on occupations 
and constructs of questionable relevance to individuals. The format of 
the grid In this particular study was especially significant because 
objective information about specific occupations was likely to be of 
interest only If the occupations are relevant. In contrast, Holland's 
typology may have been inherently interesting without regard to the 
students' Interests because the typology is based on occupational 
stereotypes. A more convincing test of the major hypothesis would have 
used a grid such as the one described by Cochran In which students 
generated their own list of occupations. Finally, Waas (1984) failed to 
explain why he used the term construct differentiation rather than 
cognitive complexity; neither did he conceptually distinguish the two 
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differentiation scores. 
In summary, all studies reviewed In this section were designed to 
demonstrate the advantageous nature of cognltively complex career 
decisions. The original study by Bodden (1970) in which complexity was 
weakly I Inked to adaptive career decisions provided an impetus for 
further testing. Mixed support for the hypothesis was evidenced in later 
studies. Just as often, however, complexity decreased in response to 
vocational Information suggesting either that the theory is wrong or 
vocational Information Is deleterious. To avoid these conclusions. 
Investigators varied the type of information presented. Still, mixed 
results were found. A number of studies were seriously enough flawed to 
make conclusions equivocal. It was suggested that a better test of the 
hypothesis might be made if occupational alternatives and constructs were 
individually tailored. To conclude. It can be stated that the utility of 
cognitive complexity remains unproven. 
In the next section, Cochran's reconceptual izatlon of these studies 
is presented. Next Is a review of Cochran's empirical work with his grid 
scores. 
Intensity in Career Grids 
Cochran (1983a) presented a different explanation of the results 
obtained by Bodden and others. As already mentioned, Cochran argued the 
label "cognitive complexity" prejudges what is being measured. Because 
we lack the empirical evidence to clarify Its meaning, he argued use of 
the neutral term "intensity" is warranted. Second, he reasoned that 
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knowing the degree of intensity is not sufficient information to 
determine whether a construct system is good or bad. Cochran pointed out 
that a high intensity scheme may be so because the person's thinking is 
rigid and inflexible, or it might represent a tight, logically construed 
scheme made up of strong inferences. A low intensity scheme may reflect 
sophisticated, multidimensional construing of real life complexities, or 
simply confusion and disorganized thinking. Cochran (1983a) re­
interpreted data from the previously described cognitive complexity 
studies. His thesis was that intensity positively correlates with the 
extent to which new information can be integrated. In particular, he 
suggested that positive occupational information (e.g. Bodden & James, 
1976) would be easier to integrate while negative information (e.g. Haase 
et al., 1979) would make integration more difficult because it challenges 
the decider's present beliefs. 
In a recent investigation, Cochran (1983a) tested his view of 
intensity by examining the internal relations of grid scores. Subjects 
were high school students. The grid format was the one previously 
described in which students generated their own list of occupations and 
constructs (Cochran, 1983c). It was assumed that persons with high 
intensity scores stress internal coherence at the expense of external 
validity. This would be demonstrated if it could be shown that conflict 
and intensity were inversely related. His logic went as follows: people 
with high intensity grids are less likely to admit conflictuel 
information because everything is highly interrelated. Changing one 
aspect of a highly intense grid requires pervasive changes. For many 
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persons it would simply be easier to avoid the conflict. Incidental Iy, 
proponents of the cognitive complexity perspective might have argued that 
intensity and conflict are positively correlated because increasing 
amounts of intensity are maladaptive. Results supported Cochran's 
hypothesis. High intensity scores predicted lower levels of conflict. 
Another expectation was that evaluative accord would be stronger when 
there was high intensity and less conflict. The line of reasoning for 
this hypothesis was that low intensity schemes, because they are -more 
complicated, that Is confused or complex, should make evaluative accord 
more difficult to achieve. Again, results were supportive. Persons who 
showed more evaluative accord also demonstrated high intensity and less 
conflict. From these results, Cochran (1983a, 1983b) made several 
predictions. For example, persons with high Intensity grids. In keeping 
with their purported propensity to maintain coherence at the expense of 
validity, are more Inclined to distort Information and therefore are less 
likely to seek out new Information. Low intensity persons, on the other 
hand, would be expected to seek new information and to change cognitions 
In accord with new information more readily. Consequently, high and low 
Intensity persons may respond differently to different types of 
interventions. 
In another study, Cochran (1983b) asked the following question: How 
closely does an explicit ranking of Importance correspond to the actual 
ratings used to evaluate alternatives? On the face of it, one might 
anticipate substantial agreement. However, the case may not be so clear. 
For example, Slovic, Fleisner, and Bauman (1972) found much discrepancy 
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in the ways stockbrokers explicitly and implicitly judged stocks. Pitz 
and Harren (1980) stated that the information processing demands inherent 
to career decision making may exceed the individual's ability to handle 
information without distortion, simplification and inconsistencies. 
Discrepancies between implicit and explicit judgments would seem to be an 
example of information overload. Indeed, identification of such 
discrepancies would seem to provide valuable insight for an undecided 
person. The importance score, as previously described, was computed as 
an index of agreement between implicit and explicit rankings. The score 
represented the variance in common between the two rankings. For males 
and females combined, the variance in common represented only 6.9% 
suggesting that the magnitude of correspondence is very weak. Cochran 
(1983b) stated: 
Practically, the results indicate that there is a large gap 
between setting value priorities and actually using these 
priorities in evaluating alternatives. It cannot be assumed 
that what a person states is important in making a decision 
will actually play an important role in evaluation, (p. 192) 
The above results suggested a number of research questions to 
Cochran. Will such a weak correspondence be manifested by other 
populations, such as persons firmly decided about occupational choices, 
or persons who are already employed, successful and satisfied? What are 
the effects of career choice interventions on explicit-implicit 
agreement? Presumably, effective treatments should strengthen the 
correspondence. And last, how might the agreement score relate to 
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measure of decidedness, or career maturity? In both cases, one would 
expect to find a positive relationship. 
In summary, Cochran's two studies confirmed his expectations about 
the internal relations of grid scores. Most importantly, the format of 
his career grid more closely approximated the actual process of deciding 
upon a career than previous studies. 
Summary and Conclusions 
Enthusiastic reports of the applied use of career grid formats were 
reported by Cochran and others (e.g. Cochran, 1980a, 1980b; Smith et al., 
1978). The purpose of the grids was to assist the client In 
understanding how occupations are construed. Such knowledge, in 
principle, should help to generate occupational alternatives and to 
prioritize major occupational values. In addition to the Idlographic 
data provided, the grid was described as a rehearsal of the career choice 
process and so of presumed benefit. 
Cochran (1983c) has been the major proponent of the career grid 
technique. He proposed seven mathematical scores which were purported to 
measure unique and meaningful aspects of how career decisions are framed. 
Despite the rational basis for the scores, he presented no validity data. 
Some scores, such as intensity, are linked to a body of theoretical 
literature, while others, such as evaluative accord, stand on a logical 
basis alone. 
In any case, before the grid is used in career counseling, grid 
scores ought to be subjected to empirical tests. There is very little 
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empirical evidence to support claims that particular grid scores pertain 
to meaningful psychological variables, such as career choice status, 
vocational identity, and so on. Work in this area has barely begun. 
Simply put, we need to determine the construct validity of grid scores. 
Intensity is the grid score we know most about. Operational Iy, 
intensity refers to the degree of intercorrelations among constructs. 
The psychological significance of intensity, however, has not been made 
clear even after almost 30 years of research. Originally adapted from 
personal construct psychology (Bieri et al., 1955), intensity has been 
termed cognitive complexity (Bodden, 1970) and most recently 
differentiation (Waas, 1984). It was claimed that better decisions are 
made when more categories of information (low intensity) are used. This 
was the position advocated by Bodden and others who tried to show that 
intensity decreased in response to vocational information. The present 
review of such studies concluded that support for the adaptive nature of 
high intensity grids has yet to be proven. Cochran (1983c) argued that 
the number of distinct informational categories does not represent good 
or bad ways to decide. Instead, Cochran hypothesized that cognitive 
schemes of greater intensity allow for integration of new information. 
Cochran's conceptualization of intensity avoided serious theoretical 
problems encountered by Bodden and colleagues, and served a heuristic 
purpose in generating a host of suggestions for further research. 
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Objectives of this Study 
The grid model In general holds much promise. Wiggins (1973) 
considered the grid to be the "most sophisticated and convincing 
example of idlographic measurement" (p. 494). However, as Franseila and 
Bannister (1977) pointed out, reports concerning validity of the grid 
model mainly addressed the topic of usefulness. From a clinical 
perspective, usefulness was defined either as helping a client expand the 
number of elements, or changing the structure among constructs. 
Descriptive case studies predominated in which grid data were never 
subjected to external empirical verification. Some of these studies 
amply demonstrated the potential clinical utility of the method, at least 
within the context of discovery, but they were also illustrative of the 
fact that the claims of external validity remain untested within the 
context of verification. Franseila and Bannister (1977) also pointed out 
how we know very IIttle about the reliability of grid scores. 
Nonetheless, It has been assumed in the literature that grids produce 
stable data. Franseila and Bannister (1977) stated that this assumption 
should not go unchallenged. 
The overall purpose of this study is to determine how well grid 
variables describe the process of deciding among occupational choices. 
Validity of the grid variables will be measured by the degree to which 
they correspond to selected criteria of career development. Criteria 
wil! be used which are similar to constructs purportedly measured by the 
grid variables. This study Is Intended to make a first step toward 
addressing Issues of reliability and validity. At the outset, it is 
31 
realized that one cannot speak of the reliability or validity of grids in 
general anymore than one can make such statements about psychological 
tests in general. Each particular grid format must be put to tests of 
reliability and validity in specific applications. Therefore, It makes 
sense to replicate closely a grid procedure often described in the 
literature (e.g. Cochran, 1983c). Three major objectives are the 
following: I) Normative data on college students' grid scores will be 
collected. This will be an original contribution to the literature. 2) 
Individuals' grid scores will be correlated with common measures such as 
career interest differentiation, decidedness of college major, vocational 
identity, and self-reports of career-information seeking behaviors. 
Multivariate techniques will explore how well composites of grid scores 
predict criteria. 3) A retest will provide information about the 
stability both of grid scores, and of predictive value of grid scores. 
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METHOD 
Subjects 
Students from Iowa State University were recruited from the 
undergraduate subject pool. .Subjects were volunteers who received course 
credit for their participation. Informed consent of participants was 
sought prior to distributing materials. A copy of the consent form is 
presented in Appendix A. 
Procedure 
Students provided demographic information such as age, gender, and 
year in college. Also, students were asked to list all careers under 
consideration and to indicate the first choice if they had one. The 
latter information comprised part of the Occupational Attitude 
Questionnaire (Zener & Schnuelle, 1976). 
Additional questionnaires were administered to large groups in the 
following order: Vocational Identity Scale (VIS), career exploration 
items from the Career Exploration Survey (CES), and the Vocational 
Preference Inventory (VPI). Appendix B shows these scales. 
Completing the Grid 
Having responded to the above questionnaires, students completed 
the grid. Written instructions, a list of values, and a sample grid are 
presented in Appendix C. 
First, students generated 10 occupational preferences. They were 
encouraged to review the list of. occupations sampled by the VP I if they 
encountered problems generating 10 alternatives. Next, the occupations 
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were ranked in order of preference. Second, they were presented with a 
description of 16 work importance factors. These values are adapted 
directly from the Work Importance Study (Super & Nevill, 1983). The task 
in the second step was to select and rank the 10 most important values. 
Third, students transferred their occupations and values onto a blank 
grid. In listing values they wrote both the preferred and non-preferred 
poles for each value. The steps outlined are identical to those 
illustrated in the example found in Table 2. Fourth, they judged the 
potential of each occupation to satisfy each value using a five-point 
scale, thereby making 100 ratings. 
Two weeks after the initial data were collected, the entire 
procedure was repeated. The second administration is the retest. Data 
for subjects who did not participate in the retest, or who did not 
complete the grid correctly were discarded. 
The above procedure differs from the one used by Cochran (1983c) in 
three ways. First, in this study an attempt was made to present 
factorial I y distinct values. Cochran presented subjects with 30 values 
which he did not describe. Also, he allowed subjects to add their own 
values to the list of 30. The present procedure is favored because it 
did not allow subjects to choose redundant values. Second, the rating 
scale in this study did not contain negative numbers as did Cochran's. 
The chosen format appears to be more parsimonious because the student was 
asked to rate the potential of an occupation on a scale which goes from 
no potential (+1) to very high potential (+5). Cochran's scale, on the 
other hand, allows students to rate an occupation as having negative 
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potential, the meaning of which is not clear. Third, students who 
completed the grids In Cochran's study did so as part of a school-wide 
guidance program. While completing his grid they had access to results 
from the Self Directed Search (Holland, 1979) and were able to confer 
with friends, family, and others. 
Hypothesized Validity Relationships 
In simple terms, It Is predicted that grid scores that are 
indicative of progress in career development will positively correspond 
to known indices of career status. Specific predictions are based on the 
promissory nature of the grid as It has been articulated earlier in this 
paper and by Cochran (1983c). The exception is the intensity score for 
which a broader base of research exists. Several hypotheses about the 
grid scores are summarized In Table 5. 
Intensity 
High intensity literally means that ratings given to elements 
correlate highly. In theory, related constructs form thematic clusters. 
For example. If prestige, economic reward, stability, and good 
environment are highly interrelated, then learning that a preferred 
occupation pays well also inci ines one to construe that It affords 
stability, prestige, and a good environment. If the four values are not 
intercorrelated, as is possible in a low intensity grid, learning that an 
occupation pays poorly would not necessarily lead one to conclude 
anything about the other values. Cochran (1983a) argues that persons 
with high intensity grids will strive to maintain grid structure at 
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Table 5. Summary of Hypotheses for Grid Scores 
Grid Scores Hypotheses 
1. Intensity -negatively correlated with information 
seeking (CES) 
-positively correlated (perhaps quadratic) 
with vocational identity (VIS), 
differentiation (VPI), consistency (VPI), 
and decidedness (OAQ) 
2. Conflict -negatively correlated with consistency 
-negatively correlated with identity, 
differentiation, and decidedness 
3. Evaluative -positively correlated with identity, 
accord 
differentiation, consistency, and 
decidedness. 
4. Importance -same as above 
5. Discrimination -positively correlated with differentiation 
-positively correlated with identity, 
differentiation, consistency and 
decidedness 
6. Posltlvity -same as above; also, very positive scores 
may be maladaptive, thus suggesting a 
quadratic relationship 
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the expense of acquiring new Information. It is hypothesized here that 
intensity will be negatively associated with career exploration. 
As previously discussed, the utility of intensity is not clear. 
Cochran (1983a) convincingly argues that high or low intensity per se is 
not good or bad. High intensity can be interpreted either as rigidity or 
certainty; while low intensity can be indicative of either realistic 
recognition of complexity, or confusion. In either case, persons with 
moderately high intensity grids are more likely to report both a clear 
sense of vocational identity, and greater decidedness about a major. 
Very high or very low scores will predict lower criterion scores of both 
vocational identity and decidedness. In exploratory tests, it will be 
determined if high intensity positively corresponds to criterion 
variables of interest profile differentiation and consistency. 
ConfI let 
In a conceptual sense, conflict represents incompatibility of 
constructs. If social worker and stockbroker, for example, are preferred 
occupations, and important constructs are economic reward and altruism, 
there is a potential for conflict because for some persons the occupation 
which is high on altruism is low on economic reward and vice versa. A 
related measure is the consistency of interest types as measured by one 
of Holland's interest inventories (eg. Holland, 1978). According to the 
theory of vocational types (Holland, 1973), combinations of inconsistent 
Interests are likely to produce more conflict. It is predicted that 
conflict and consistency will be negatively related. 
37 
Conflict is represented by the magnitude of negative correlations 
among the ratings given to constructs. A certain degree of conflict 
probably Is realistic since It is unlikely that all 10 preferred 
occupations can be construed to satisfy all 10 values in a consistent 
way. At certain higher levels, however, conflict becomes associated with 
confusion and Indecision. Therefore, It Is predicted that conflict will 
be negatively correlated with both vocational Identity and decidedness 
about a career. 
It might be the case that conflict exists because one has difficulty 
construing differences among occupations and/or constructs. If this is 
true, conflict and differentiation of Interest types will be negatively 
related. This is a minor hypothesis. More will be said about 
differentiation below. 
Evaluative Accord 
Accord is a measure of the correspondence between explicit order of 
occupational preferences and the order of preferences based on grid 
ratings. It is assumed that a person who has a clear sense of career 
goals will obtain a higher accord score. Because the significance of 
accord Is not certain, only exploratory hypotheses are offered, it is 
predicted that accord will be positively correlated with criterion 
measures of career progress such as identity, decidedess, 
differentiation, and consistency. 
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Importance 
Like accord, importance is a measure of correspondence between 
explicit and implicit ratings. This score pertains to constructs rather 
than occupational preferences. A descriptive study by Cochran (1983b) 
shows that many high school students obtain apparently low importance 
scores. Nonetheless, it is assumed, and so predicted, that importance 
scores are positively correlated with criterion measures of career 
progress. Hypotheses are identical to the ones for accord. 
Discrimination 
Grid judgments must be variable enough to be of use. 
Discrimination, the standard deviation of ratings, is a measure of 
variability which is analogous to interest differentiation. It is 
predicted that differentiation and discrimination are positively related. 
Secondary hypotheses predict that discrimination and other criterion 
measures of career progress are positively correlated. These hypotheses 
are exploratory. 
Positivity 
This score is the sum of all ratings and literally reflects how 
favorably occupations are construed. It is predicted that positivity and 
criterion measures of career progress are positively related. It is also 
recognized that excessively positive ratings may reflect a naive outlook 
and one which would be associated with problems in career progress. If 
the latter is true, a quadratic equation will more accurately describe 
the relationship. 
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Criterion Measures 
Criterion measures are described below, and summaries of the 
sea les/items which measure them are given. 
Decidedness of Career Choice 
The Occupational Attitude Questionnaire (OAQ) (Zener & Schnueile, 
1976) was adapted to measure career choice decidedness. Students listed 
occupational choices. Their responses were scored as follows: 4 if a 
first career choice Is listed with no alternatives, 3 If there is a first 
choice with alternatives, 2 if there are alternatives but no first 
choice, and 1 if there is neither. Studies have demonstrated that the 
OAQ has adequate concurrent validity. For example, the OAQ 
differentiated among students on the basis of both satisfaction with 
their choice of careers and on measures of career indecision such as 
Holland's Vocational Decision Making Difficulty Scale (Slaney, Palka-
Nonemaker, & Alexander, 1981). 
Career Information Seeking 
The extent of career exploration is measured by Items from the CES 
(Stumpf, Colarelli, & Hartman, 1983). According to the authors, career 
exploration is "purposive behavior and cognition that affords access to 
information about occupations" (p. 192). The CES is made up of 16 
provisional dimensions representing various facets of exploration. Of 
relevance to this study are two dimensions: Environmental Exploration 
and Intended-Systematic Exploration. Together, the nine items which make 
up these two dimensions ask how active students have been in acquiring 
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career-related information. An undergraduate sample obtained the 
following statistics for Environmental Exploration, ^  = 3.1, ^  = .96 and 
Chronbach's alpha = .88, and for Intended-Systematic Exploration, 
E = 2.6, JSD = 1.14, and alpha = .81 (Stumpf et al., 1983). The 
intercorrelation of these scales corrected for attenuation is £ = .68. 
Stumpf et al. (1983) present data which indicate the CES is relatively 
free from subject variance such as gender, age, and years of work 
experience, and method variance such as social desirability. Validation 
efforts have demonstrated expected relations between the CES and changes 
over time (Stumpf et al., 1983), and both the prediction of the amount of 
information acquired and job interview performance (Stumpf, Austin, & 
Hartman, 1984). Considering the small number of total items, apparent 
overlap between scales, and the provisional nature of the dimensions, 
these subscales were combined in this study. 
Vocational Identity 
The Vocational Identity Scale (VIS) from My Vocational Situation 
(Holland, Daiger, & Power, 1980) was used to assess the degree to which a 
student has a stable and clear pattern of goals, talents, and interests. 
The scale is 18 true/false Items. Holland et al. (1980) report the 
following statistics for a college sample: KR-20 coefficients are at 
least .86. Means and standard deviations for males are 15.86 and 5.20, 
and for females are 14.34 and 5.34. Val idlty studies summarized by the 
authors show that persons with high scores are more mature and self-
confident, and are more decided about a career. High scores are 
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positively associated both with age and external judges' ratings of 
career decidedness, and negatively associated both with the expressed 
need for career assistance and the number of occupations under 
consideration. 
Differentiation 
The Vocational Preference Inventory (Holland, 1978) provides scores 
for each of six personality types: realistic, investigative, artistic, 
social, enterprising, and conventional. Differentiation is computed by 
obtaining the difference between the highest and lowest raw scores. 
The VP I was chosen because a large body of data attests to the issue 
of validity. Reliability estimates of the six scores yield KR-21 
statistics mostly In the .80's. A summary of resarch is presented In the 
latest test manual (Holland, 1978). Also, the VP I provides a list of 160 
occupations which students may use to generate occupational alternatives. 
Completing the VP I requires that students mark yes or no preferences to 
the list of occupations. A highly differentiated profile is marked by 
peaks and valleys; conversely a poorly differentiated profile is 
considered flat. 
Differentiation has been purported to indicate the clarity of 
occupational preferences, and adequacy of choices (Hoi land, 1979). 
Research has provided some modest support for these assertions. For 
example, Holland et al. (1975) found that differentiation has modest 
value in predicting how well students cope with vocational problems. In 
another study, it predicted stability of vocational aspirations (Taylor, 
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Kelso, Longthorp, & Pattison, 1980) and in a third It predicted job 
satisfaction (Wiggins, Lederer, Salkowe, & Rys, 1983). 
Consistency 
Compatibility of the types in a VP I summary code is termed 
consistency (Holland, 1973). Incompatible codes are easily identified on 
Holland's hexagon, a spatial representation of Interests. Those types 
which are farthest apart share the least in common. According to 
Holland's theory, adjacent types are compatible while distant types are 
unrelated and perhaps conflictual. Consistency will be computed using 
the two higher VP I summary codes. . Scores of 3, 2, and I will be given 
when the codes are adjacent, alternate, or opposite. Validity data have 
accumulated which show that consistency does relate to career progress. 
For example, Holland (1979) demonstrated that a majority of occupations 
have consistent codes. 
Analysis of Data 
Four of the six grid variables were computed on a personal 
computer programmed for that specific purpose. To ensure that the 
program yielded correct results, a sample grid described by Cochran 
(1983c) was reanalyzed. 
Descriptive Statistics 
Means and standard deviations were computed for grid scores and 
criterion variables. Differences between means for the two 
administrations or between sexes were demonstrated by ±-tests. 
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Subsequent analyses were performed for males versus females and the first 
versus the retest administration. 
Bivariate and Multiple Correlations 
Bivariate correlations were computed to describe relationships among 
both sets of variables as well as the test-retest reliability of each 
variable. Simple bivariate correlations between grid scores and the 
criteria were obtained in order to test the exploratory hypotheses. In 
addition, these correlations were computed for different sortings of the 
sample, such as male versus female, high identity versus low identity, 
and high intensity versus low intensity. Last, multiple regression 
analyses were used to search for combinations of grid variables which 
predict criterion variables, and to test for interactional effects and 
quadratic effects. 
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RESULTS 
Preliminary analyses are presented in which subjects are described 
by age and gender and then In terms of the criterion variables. In other 
analyses, reliabilities of criterion variables are discussed as are 
interrelationships among criterion variables. In the next section, 
descriptive statistics for grid variables are presented. Next, are the 
main analyses of this paper, the correlational relationships between 
criterion and grid variables. In most Instances, only significant 
results, that Is, probabilities less than .05, are presented In the text, 
although detailed results are presented In tables. 
Preliminary Analyses 
Character!sties si ±bs Sample 
The sample consisted of 206 students enrolled in undergraduate 
psychology courses. There were 85 males (41%) and 121 females (59%). 
Combined, the mean age was 19.9. The mean age of males was 20.4, while 
the mean age for females was 19.5, a n'on-signif leant difference. 
Freshmen made up 55%, sophomores were 25%, while juniors and seniors were 
14% and 8% of the sample, respectively. The mean years of education for 
males was 14.0 and for females was 13.6. There was a significant sex 
difference for years of education, ±(204) = 3.25, #<.001). Subjects were 
enrolled in a broad spectrum of majors and represented each of the 
undergraduate colleges within the university. Many students were 
undecided about the choice of a major or of a career. Based on the OAQ 
Item, about 2% had neither a top career choice nor .a single alternative; 
45 
34? had alternatives but no top choice; 54? had a top choice and at least 
one alternative; and 9? had a top choice with no alternatives. 
Descriptive Data iac Criterion Variables 
Means and standard deviations of criterion variables are shown in 
Table 6 for males and females, and for all subjects combined. Possible 
differences between means for all initial versus the retest 
administration will be noted, as will sex differences when they occurred. 
At the initial administration, the mean OAQ score of 2.70 indicated 
that students were somewhat less decided on average than is indicated by 
the statement, "1 have a top choice and at least one alternative," but 
were more decided than indicated by the statement, "I have alternatives 
but have not decided upon a choice." A paired difference ±-test between 
administrations showed that the mean OAQ of 2.79 at the retest was a 
significant increase ±(103) = 1.95, £<.05). Males reported higher OAQ 
scores than females at the initial administration, ±(204) = 2.49, #<.01, 
and the retest administration, ±(204) = 2.64, 4i<.C)09. For males and 
females, the respective means for the initial administration were 2.84 and 
2.60, and for the retest were 2.94 and 2.68. At the retest, vocational 
identity increased to 9.78, a significant difference (±(101) = -2.34, 
|i<.02). Males reported clearer vocational identity than females at the 
initial administration, ±(203) = 3.21, 4i<.002 and the retest, 
±(201) = 2.97, j2<.003. For males and females, the respective means for the 
initial administration were 10.54 and 9.43, and for the retest were 10.91 
and 8.98. 
Table 6. Normative Data for Criterion Measures 
Session/variable Ë 
Males 
m il SA 
Females 
2D. H W 
Combined 
m û 
First Session 
OAQ 2.84 .63 85 2.60 .67 121 2.70 .67 206 
Exploration 20.76 7.62 84 18.97 .60 118 19.71 6.77 202 
Identity 10.54 4.17 85 8.65 4.15 120 9.43 4.25 205 
Differentiation 7.29 3.03 85 8.33 2.68 121 7.91 2.87 206 
Consistency 2.49 .62 79 2.59 .57 114 2.53 .60 193 
Second Session 
OAQ 2.94 .70 85 2.68 .71 121 2.79 .71 206 
Exploration 21.02 7.74 83 19.30 7.74 116 20.02 6.79 199 
Identity 10.91 4.73 84 8.98 4.46 119 9.78 4.66 203 
Differentiation 6.91 3.22 85 8.41 3.02 121 7.81 3.18 206 
Consistency 2.56 .57 79 2.58 .54 113 2.57 .54 192 
Note. The n differs because of missing data. 
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Regarding the consistency of the VP I profile, the entire sample 
obtained a mean score of 2.53 at both administrations. There were no sex 
differences. This score is the midpoint between adjacent and alternate 
high point pairs. In other words, on the three point scale, it 
represented moderately high consistency of interest patterns. 
The range, or differentiation, of VP I interest scores was 7.91 at 
the first administration. There was no difference between 
administrations. Females' profiles were more differentiated than males' 
at the initial administration, ±(204) = -2.61, 42<.OOI and at the retest, 
±(204) = -3.35, ji<.OOI. For males and females, the respective means for 
the initial administration were 7.29 and 8.33, and for the retest were 
6.91 and 8.41. 
The mean exploration score of 20.02 did not differ across 
administrations or sexes. The mean for the most highly endorsed item 
(investigate career possibilities) was 2.6, and the mean for the least 
strongly endorsed item (went to various orientation programs) was 1.6. 
To summarize the descriptive data, the subjects were somewhat 
undecided about career plans. For OAQ and vocational identity, subjects 
were less undecided at the retest administration, and males were less 
undecided than females. The other variables, consistency, 
differentiation, and exploration, did not change between administrations. 
With the exception of differentiation, in which females' scores were 
greater than males', there were no other gender differences. 
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Re I iabil îttes ami Interrelationships Among Criterion Variables 
It was of interest to determine the reliabilities and the 
independence of criterion variables. Table 7 presents test-retest 
correlations and intercorrelations for criterion variables. Retest 
reliabilities ranged from r = .86, j2<,00|, for vocational identity to 
r = .57, #<.011 for OAQ. Alpha coefficients of internal consistency were 
computed for the exploration and vocational identity scales. For 
vocational Identity, the alpha was .82, and for exploration .86. When 
alphas were computed on the retest data, the values were .86 and .88, 
respective!y. 
Pertaining to the relationships among criterion variables, positive 
correlations would be expected, especially for the more rel iable 
variables. Such was the case. Low, positive correlations were found 
between OAQ and vocational Identity, r = .36, #<.001, and between 
vocational identity and exploration, r = .28, #<.001. Vocational 
identity was positively related to differentiation but only for data in 
the initial administration, r = .17, #<.02. Also expected were low 
positive relationships between the criteria and subjects' age and years 
of education. Year in college correlated with vocational identity, 
r = .32, #<.001, and differentiation, r = .15, #<.05. The latter two 
reached statistical significance only in the initial administration. Only 
vocational identity was correlated significantly with age, r = .16, 
#<.02. 
Retest correlations and the intercorrelations were computed 
separately for males and females. These data, shown in Table 8, indicate 
Table 7. Criterion Variables - Retest Correlations, Intercorrelations Among Criteria, and 
Correlations Between Criterion Variables and Demographic Variables 
Variable OAQ Consi s. Di fferen. Explor. Identity Age Educatio 
OAO (57)*** -13 -10 .02 36 03 08 
n 206 193 206 202 205 206 206 
Consistency 0 (65)*** -02 .-04 -12 -10 18** 
n 192 182 193 189 192 193 193 
Di fferentiation -05 -02 (76)** -03 09 -23 15* 
n 206 192 206 202 205 206 206 
Exploration 03 -06 07 (78)*** 28*** 06 24 
H 199 186 199 196 201 202 202 
Identity 36*** -02 11 31*** (88)*** 18* 32*** 
H 203 189 203 196 202 205 205 
Age 00 01 04 13 13 • — 28*** 
B 206 192 206 199 203 — 206 
Education 06 -11 -04 28*** 33*** — —  
H 206 192 206 199 203 MM 
Note. Decimal points were omitted. Test-retest correlations are in parentheses. 
Correlations for the initial session are above the diagonal; those for the retest are below. 
%<.05. **42<.01. ***#<.001. 
Table 8. Criterion Variables - Retest Correlations, Intercorrelations, and Correlations Between 
Criterion Variables for Males and Females during tiie First Administration 
Variable/Gender 
OAO 
Cons 1s-
tency 
Differen­
tiation 
Explor­
ation Identity Age 
Educa­
tion 
OAQ 
Mai es (44)*** -06 -06 06 26* -10 -12 
Females (63)*** -13 -13 05 39*** 04. 17 
Cons i stency 
Males (60)*** -03 -05 -18 -16 -33** 
Females (70)*** 07 01 04 -02 -02 
Differentiation • 
Males (75)*** 12 24* -01 -02 
Females (74)*** 06 21* 14 12 
Exploration 
Males (81)*** -05 15 28*** 
Females (73)*** 19* -04 16 
1dentity 
Males (88)*** -02 02 
Females (88)*** 
-04 28** 
Note. Decimal points were omitted. For males ji ranges from 79 to 85; for females n ranges from 114 
to 121. 
%<.05. **4i<.01. ***&<.001. 
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that the pattern of test-retest reliabilities and intercorrelations did 
not differ in a meaningful way. There was one exception between grid and 
crirerion variables: females' identity scores were positively correlated 
with explortion, while the same variables did not yield a significant 
correlation for females. 
In summary, higher internal consistency and test-retest reliability 
were reported for vocational identity and exploration scales. Two 
variables, consistency and OAQ, showed the poorest test-retest 
reliability, while reliability for differentiation was between extremes. 
In general, criterion variables yielded expected modest 
intercorrelations. 
Grid Variables 
Descriptive Data Ian Grid Variables 
Means and standard deviations for the entire sample, and for males 
and females, are presented in Table 9. For comparative purposes, data 
from Cochran's (1983c) high school sample are also shown In the same 
table. 
To compare males to females, and the initial administration to the 
retest administration, ±-tests were computed for undergraduates on all 
variables. Likewise, the undergraduates are compared to the high school 
students. In the following discussion, data from the undergraduate 
sample are presented first. 
The mean Intensity score was 1133.52. When this score was divided 
by 45, the number of correlations upon which it is based, the average 
Table 9. Normative Data for Grid Variables 
Mal es Femal.es ! All Combined 
Group/Variable M iQ JlM 511 H M SO n 
Undergraduate^ 
Intensity 1123. ,34 416. ,30 85 1138. ,69 433. ,86 121 1132. ,52 425. ,75 206 
Conf1 let 16, ,91 16. ,00 85 15. ,30 15. ,30 121 15. ,96 15. ,58 206 
Pos itivity 354. ,34 33. ,64 85 371. ,41 35. ,18 121 364. ,37 35. ,38 206 
Discrimination 1, 13 .18 85 1. 09 .19 121 1, .10 . 18 206 
Accord 38, .56 28, .64 85 39, .22 30, .14 121 38, ,95 29, .46 206 
Importance 8 .02 24, .84 85 9, 13 21 .41 121 8 .67 22 .84 206 
High Schoolb 
intensity 1070. 445. 166 1123. 542. 187 1098. 499. 353 
Conf1 let 18. ,5 16. ,6 166 18. 5 16. ,4 187 18. 16. ,4 353 
Positivity 389. ,42 37. ,46 166 388. 50 37. ,62 187 389. 93 35. ,24 353 
Discrimination .97 ,21 166 1. 03 .25 187 1. 00 ,24 353 
Accord 41, ,93 28. 15 166 38. 92 30, ,05 187 40. 34 29. ,17 353 
Importance 6 .85 20, ,34 166 6. CD
 
CD
 
21, .34 187 6. 87 20. 85 353 
P Includes data from the Initial session only. 
From Cochran (1983c). 
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variance-in-common between pairs of constructs was 25.17. There was no 
difference between males and females. A paired difference 1-test showed 
that the retest mean of 1215.67 was a significant increase, 
±(204) = -2.13, 4i<.04. Undergraduates did not obtain significantly 
different scores than high school students. 
The mean conflict was 15.96. In other words, approximately \ 6% of 
the variance-in-common between pairs of constructs was negative. There 
was no gender difference. Nor were there differences between 
administrations or samples of undergraduate versus high school students. 
The mean positivity score was 364.37 which converts to an average 
rating of 3.6. Undergraduate females gave more positive ratings 
(H = 371.41) than males (fj = 354.34) at the initial administration, 
± = -3.50, #<.001), and at the retest (111 = 379.60 versus 
B = 360.52), ± = -3.31, 42<.00l. Undergraduates gave less positive 
ratings (jy = 364.37) than high school students (i^ = 389.93), 
±(557) = 8.27, 4i<.000l. 
The discrimination score, the standard deviation of ratings, was 
1.10. This score did not differ on gender, but it increased to 1.17 at 
the retest, ±(204) = -5.89, 4i<.000l. Undergraduates obtained higher 
discrimination scores (E = I.10) than high school students (^ = 1.00), 
±(557) = 8.27, 42<.00l. 
The evaluative accord, or variance-in-common between explicit and 
actual preferences for occupations, was 38.95. There was no gender 
difference. Nor was there a difference between administrations, or 
between undergraduate and high school students. 
54 
Importance scores, or the variance-1n-cotnmon between Implicit and 
explicit construct Importance, was 8.67. There was no gender difference. 
Nor was there a difference between administrations, or between 
undergraduates and high school students. 
In summary, there were no gender differences within the 
undergraduate sample with the exception of positivlty. In which females 
were more positive. Scores increased on the retest for the variables 
intensity and positivlty, but decreased for discrimination. The 
undergraduates differed from high school students only on positivlty, for 
which they were less positive, and discrimination, for which they 
obtained higher scores. The interpretation of these descriptive results 
depends on further analyses which follow. 
Reliabilities .and Interrelationships Among Grid Variables 
In Table 10, It is shown that the test-retest reliabilities for grid 
variables range from r = -.69, 4i<.00l, for positivlty, to ji = .23, 
j2<.00l, for Importance. As can be seen, the test-retest reliabilities 
for these scores are very low. 
Subsequent analyses follow in which interrelationships among grid 
variables are considered for the entire sample and for males and females 
separately. In the following section, the correspondence of grid 
variables to the criterion variables are considered. 
As seen in Table 10, four pairs of grid variables were significantly 
correlated. All four were also replicated by the retest. Three of the 
pairs were Interrelated. They were: intensity and conflict, £ = -.44, 
Table 10. Grid Variables - Retest Correlations, Intercorrelétions, and Correlations Between Grid 
Variables and Demographic Variables for all Subjects 
VARIABLE 1 2 3 4 5 6 7 8 
1. Intensity (42)*** -43*** 07 13 23** -05 00 00 
2. Conf1 let -36*** (44)*** -05 -03 -31*** 
CN O
 
1 
-02 -13* 
3. PositIvlty -14* 00 (69)*** -54*** 00 00 -16* -07 
4. Dlscrlmlnation 24*** -03 -49*** (64)**** 06 -07 07 08 
5. Accord 36*** -24** -09 22** (34)*** 00 09 13 
6. Importance -10 -03 03 -18* 04 (23)** -05 -06 
7. Age 20** -13* -16* 10 -09 -09 — 28*** 
8. Education 09 -10 -09 08 
-01 -07 — — 
Note. Decimal points are omitted. Test-retest correlations are In parentheses. Correlations for 
the Initial test are above the diagonal, those for the retest are below, 
H = 206 
*42<.05. **4i<.01. ***&<.001. 
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4i<.00l, Intensify and accord, r = .23, #<.01, and conflict and 
accord, r = -.31, #<.001. Subsequently, correlations for each pair 
were computed while the third variable was held constant. Only the 
partial correlation for intensity and accord dropped below the .05 level 
of significance. For intensity and conflict, the partial correlation was 
j; = -.40, 42<.OOI. For intensity and accord, the partial correlation 
was j; = .11, NS, and for conflict and accord the partial correlation was 
-.24, ji<.OOI. The fourth significantly correlated pair was positivity 
with discrimination, r = .54, 4i<.00l. Three other pairs of significant 
correlations were found but only for the retest data. Since these 
combinations were not replicated, and appear to be of lower magnitude 
than those already mentioned, they are probably artifacts. 
Correlational analyses were computed for males and females 
separately, and were presented in Tables 11 and 12. First considering 
test-retest reliabilities between genders, a significant difference was 
found only for the variable importance, z = 2.16, #<.002. In this case, 
the difference in the retest reliability for males, r = .06, NS, and for 
females, r = .35, #<.001 was unexpected. Males and females separately 
replicated the identical pattern of significant correlations among the 
four pairs of grid variables that was found for the combined sample. 
Tests af Exploratory Hypotheses 
A major purpose of this study was to explore relationships between 
grid variables and criterion variables. These data, shown in Table 13, 
reveal that both test administrations yielded only three significant 
Table 11. Grid Variables - Retest Correlations, Intercorrelatlons, and Correlations Between Grid 
Variables and Demographic Variables for Males 
VARIABLE 1 2 3 4 5 5 7 8 
1. Intensity (45)*** -50*** -04 12 24** -13 -02 02 
2. Conf1 let -40** (39)*** -14 -04 -36*** 00 04 -22* 
3. Posltivity -10 -04 (69)*** -50*** 11 -07 -09 00 
4. Discrimination 31** -06 -59*** (64)**** 05 -02 02 05 
5. Accord 39** -30** -02 06 (28)*** -06 07 16 
6. Importance -06 -04 07 02 39** (06) -08 -12 
>
 
CO
 
CD
 00 -08 -07 -02 -09 -01 — 37** 
8. Education -05 -08 05 00 27* -08 
Note. Decimal points are omitted. Test-retest correlations are in parentheses. Correlations for 
the initial test are above the diagonal; those for the retest are below, 
û = 85 
*4i<.05. *%<.01. ***#<.001. 
Table 12. Grid Variables - Retest Correlations, Intercorrelétions, and Correlations Between Grid 
Variables and Demographic Variables for Females 
VARIABLE 1 2.3 4 5 6 78 
1. 1ntenslty (42)*** -40*** 09 14 02 22* 00 00 
2. Conf1 let -32*** (49)*** 04 1 o
 
-27** -03 -09 -09 
3. Posltlvlty -12 01 (66)*** -56*** -06 03 -13 -03 
4. Discrimination 15 00 -40*** (63)*** 07 -11 04 05 
5. Accord 32*** -19* -12 17 (38)*** 05 15 11 
6. Importance -15 35*** 02 -25* 00 (35)*** 00 -08 
7. Age 33*** -16 -14 11 05 -15 — 
8. Education 20* -10 
-11 09 06 -08 — — — 
Note. Decimal points are omitted. Test-retest correlations are In parentheses. Correlations for 
the Initial test are above the diagonal; those for the.retest are below. 
B = 121 
*4i<.05. **;!<.01. ***#<.001. 
Table 13. Correlations of Grid Variables with Criterion Variables for All Subjects 
Variable/ Exp I or- Difforen- Consis-
Administration OAQ n at ion n Identity n tiation n tency n 
Intensity 
First 00 206 -05 202 00 205 03 205 05 193 
Second -02 206 01 199 07 203 -04 206 08 192 
ConfI ict 
First -05 205 -07 202 -24** 205 -01 205 ' -03 193 
Second 04 206 -09 199 -12 203 04 206 -07 192 
Pos itivity 
First -18* 206 -04 202 -07 205 02 206 10 193 
Second -09 206 07 199 -08 203 11 206 01 192 
Discrimi nation 
First -08 206 06 202 17* 205 00 206 -06 193 
Second -05 205 -10 202 12 205 03 206 -11 192 
Accord 
First -03 206 04 202 09 205 03 206 07 193 
Second 04 205 -01 198 06 202 -07 205 04 191 
Importance 
First 01 206 08 202 01 205 -01 206 -01 193 
Second -03 205 -06 198 01 202 01 205 -01 191 
Note. Decimal points are omitted. The n differs because of incomplete data. 
*4i<.05. **%<.001. 
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correlations out of a total of 60 comparisons. As expected, conflict was 
correlated negatively with vocational identity, r = -.24, ^ <.001, and 
discrimination was correlated positively with vocational identity, 
r = .17, 4i<.02. However, contrary to expectations, positivity was 
correlated negatively with OAQ, r = -.18, #<.02. 
More to the main point, the absence of other significant 
correlations must be highl ighted. Besides the three correlations already 
mentioned, not a single other grid variable was correlated significantly 
with criterion variables at either test administration. Three 
significant correlations out of 60, is in fact, the number one would 
expect by chance at the .05 level of significance. Needless to say, 
there was very I ittle support for the hypotheses IIsted in the previous 
chapter. 
In a post-hoc analysis, the above correlations were corrected for 
attenuation due to the unreliability of each variable. The data showed 
an obvious Increase In the correlations between accord and identity, and 
between Importance and exploration. However, the corrected correlations 
were not meaningfully different from the originals. 
A number of additional exploratory correlational analyses 
were computed in order to ascertain whether various subsamples would 
produce similar results. First, males versus females were compared. 
Next, subjects were dichotomized on the basis of vocational identity 
scores, the rationale being that subjects who are more certain of their 
vocational status might also produce more stable and predictable grids. 
By way of similar reasoning. It was expected that subjects with more 
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intense grids—because intense grids are more structured—might also 
produce grids that are more predictably related to criterion variables. 
These analyses are presented below. 
When considering data from the Initial administration, males yielded 
only one significant correlation, that being accord with consistency, 
£ = -.23, 42<.05. Females yielded two significant pairs. These were 
discrimination with OAQ, r = .18, 4i<.04, and conflict with vocational 
Identity, r = -.31, #<.001. Again, the hypotheses failed to receive 
support. 
An approximate median split of the Initial administration data 
divided subjects by vocational Identity scores (median = 9). The data in 
Table 14 did not support the hypotheses. From a total of 120 
combinations, only 3 significant correlations resulted. Data from the 
low vocational identity subjects supported the previously found 
relationship between positlvity and OAQ, r = -.23, #<.02, and 
discrimination and OAQ, £ = .19, #<.05. A median splIt of the Initial 
administration data divided subjects by intensity scores 
(median = 1061.40). Table 15 Indicates that subjects with low intensity 
scores produced only two significant correlations. They were conflict 
with vocational identity, r = -.20, #<.04, and accord with vocational 
identity, r = .22, #<.05. In slight contrast, the high Intensity 
subjects yielded three significant correlations. Positlvity was 
correlated with OAQ, r, = -.25, #<.011. Conflict was negatively 
correlated with vocational identity, r = -.34, #<.03, and positlvity 
was positively associated with consistency, r = .23, #<.025. Once 
Table 14. Correlations of Grid Variables with Criterion Variables for the Initial Administration-
High Versus Low identity 
Variable/ 
Group 
Exp I or- Differen-
OAQ a at ion a Identity a tiation 
Cons i s-
a tency a 
Intensity 
High identity -06 93 -05 • 90 09 93 -01 93 -02 89 
Low identity 07 113 -05 112 10 113 05 113 07 104 
Confi ict 
High identity -04 93 -07 90 -09 93 02 93 -11 93 
Low identity 03 113 -01 112 -18 113 -01 113 -04 104 
Positivity 
High identity -11 93 -07 90 -12 93 -01 93 05 89 
Low identity -23* 113 01 112 -08 113 05 113 14 104 
Discrimination 
High identity -01 93 16 90 14 93 18 93 -08 89 
Low identity 19* 113 -06 112 -07 113 -16 113 -01 104 
Accord 
High identity -07 93 03 90 08 93 01 93 -22* 89 
Low identity -03 113 02 112 03 113 04 113 05 104 
Importance 
High identity 00 93 08 90 05 93 08 93 -15 89 
Low identity 03 113 09 112 02 113 -08 113 -13 104 
Note. Decimal points were omitted. The n's differ because of Incomplete data. 
*2<.05. 
Table 15. Correlations of Grid Variables with Criterion Variables - High vsL Low Intensity 
Variable/ 
Group 
Explor-
OAQ n at ion n 
D i ffsren-
Identity n tiation n 
Consis­
tency n 
Intensity 
High intensity 03 103 -04 
Low intensity 01 103 -07 
Confllet 
High intensity -14 103 -17 
Low intensity 01 103 -06 
Positivity 
High intensity -25** 103 -04 
Low intensity -10 103 -02 
Discrimination 
High intensity 
Low intensity 
Accord 
High intensity -14 103 -05 
Low intensity 09 103 18 
19* 103 15 
09 103 -01 
102 
100 
102 
100 
102 
100 
102 
100 
102 
100 
-02 
18 
-02 
-06 
-09 
14 
-05 
22* 
102 
103 
-34*** 102 
-20* 103 
. 102 
103 
1 02 
103 
102 
103 
06 
03 
-05 
02 
-05 
08 
03 
-03 
01 
06 
103 
103 
103 
103 
103 
103 
103 
103 
103 
103 
06 
-03 
- 10  
05 
23* 
-01 
00 
-01 
-07 
-15 
97 
96 
97 
96 
97 
96 
97 
95 
96 
96 
Importance 
High intensity 11 103 14 102 11 102 -10 103 -04 97 
Low Intensity -09 103 02 100 -09 103 07 103 01 96 
Note. Decimal points were omitted. The n differs because of Incomplete data. 
*4i<.05. **4i<.01. ***#<.001. 
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again, data did not support expected relationships. 
Multiple regression analyses were computed both to determine how 
well combinations of grid variables predicted criteria and to test the 
significance of interactions and quadratic terms. Since It was known 
that few simple correlations were significant, deliberate attempts were 
made to test models that would capital ize on chance. Results, with one 
exception, failed to find a significant model. Identity was the 
exception, R-square = .11, j2<.01. The significant predicting terms 
were conflict (ji<.03) and an Interaction, discrimination by posltlvlty 
(4<.03). 
Demographic variables of age and years of education were entered 
Into the analysis of grid variables. The expectation was that If grid 
variables are Indicative of career status, then they should covary with 
age and education In much the same way that the criterion variables do. 
Only one combination yielded a significant correlation during both test 
administrations. The correlation between posltlvity and age was 
£ = -.16, &<.05 for both administrations. This finding is consistent 
with the previously reported results that Indicated a modest tendency for 
students who were more decided to give less positive ratings, and also 
that undergraduates gave less positive ratings than high school students. 
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DISCUSSION 
Summary oi ±ba Results 
A sample of 206 undergraduate students were twice administered both 
the career grid and five criterion variables. The sample was less 
certain of their vocational Identity than undergraduates In general, but 
they obtained higher Identity scores than students who were enrolled in a 
career development course. More specifically, the mean Identity score of 
9.43 on the first administration was considerably below the mean score 
for undergraduates (JM = 6.47, = 5.20), reported by Holland et al. 
(1980), but was higher than that found in a sample of students (E = 6.47, 
SD = 3.62) who were about to begin a career course (Rayman, Bernard, 
Holland, & Barnett, in press). The consistency score of 2.53 compares to 
E = 2.23, iQ = .67, reported by Heal y and Mourton (1983) In which the 
Self Directed Search was used with undergraduates. 
Correlational data were obtained to gauge the strength of 
correspondence between grid scores and the criterion. These data failed 
to find the expected relationships. The negative results were repeated 
when subjects were dichotomized on the basis of gender, identity scores, 
or Intensity scores. Likewise, negative results were the rule in 
regression analyses. Combinations of grid variables, either as main 
effects, interaction terms, or quadratic terms did not predict the 
criteria. 
There were a small number of exceptions. As expected, the grid 
variable conflict correlated inversely with identity. This means that 
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persons with less clear conceptions of their goals, interests and talents 
were more likely to exhibit incompatibiI ity among their grid constructs. 
The grid variable, discrimination, positively correlated with identity. 
This was expected because variability among ratings is deemed a necessary 
component of identity. In an unexpected finding, positivity correlated 
negatively with decidedness (OAQ). This is in part explained by the fact 
that positivity and discrimination are inversely correlated. The partial 
correlation between OAQ and discrimination, when positivity is held 
constant, decreased to r = .11, from the original correlation of 
r = .17. It appears reasonable to suggest that more positive ratings 
were negatively associated with the OAQ, because more positive scores 
put an upper limit on the discrimination. 
A specific hypothesis purporting an inverse relationship between 
intensity and exploration received no support either in simple 
correlations or in a multiple regression model which included terms for 
intensity and the level of education. In fact, the highest correlation 
between intensity and any single criterion was £ = .06, NS. Moreover, 
when correlations between grid and criterion variables were corrected for 
attenuation due to the unreliability of both indices, only two corrected 
correlations attained statistical significance. In multiple regression 
analyses, deliberate attempts were made to capital Ize on chance 
relationships. Yet, only identity was predicted by the grid variables, 
with most of ("he predictive power coming from the variable conflict. 
An inspection of the means for discrimination and positivity at different 
levels of identity could not be meanfully interpreted, suggesting that 
70 
the significant interaction term was due to chance. 
in conclusion, the grid format used in this study did not predict 
how groups of persons responded to selected measures of career 
development. 
Even more damaging to the grid format Is the lack of temporal 
stability of the. six grid scores. Over the time span of two weeks the 
most stable score, positlvlty, is shown to account for 48$ of the 
variance In the retest score, while the worst. Importance, accounts for 
5$. The reliabilities are low enough In fact to render analyses of grid 
scores almost meaningless. With such little temporal stability it Is 
doubtful that more complex relationships Involving the validity of grid 
variables can be established. 
Limitations CrI ter I a 
Flaws in the criterion variables, be they psychometric or more of a 
conceptual nature, lower validity coefficients with grid variables. 
While It is recognized that no criterion Is perfect, the limitations of 
these particular variables are elucidated below. 
Consider first the differentiation and consistency of the VPI 
interest profile. Each measure Is presumed to represent distinct 
information about the structure and magnitude of interests. However, 
both measures have only modest power In predicting career development 
variables (Holland et al., 1975). Further, each Is flawed 
mathematically. A concrete example will Illustrate the point. The VPI 
gives a score for each of Holland's categories of Interests (realistic. 
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Investigative, artistic, social, enterprising, conventional). Scores on 
the following two profiles (0, 14, 13, 12, 12, 0) and (0, 14, 4, 2, 3, 3) 
are assigned the same differentiation score of 14 and the same 
consistency score of 3. It is obvious, though, that the two profiles 
differ considerably In how they are interpreted. A number of authors 
(e.g., lachan, 1984) recognize these limitations and suggest various 
alternatives. The validation of the new versions await further research. 
The OAQ item asks students to report their top occupational choice 
and the presence or absence of alternatives. If this item is answered 
carefully, little change would be expected during the retest interval. 
The results Indicate the OAQ is not stable. Scores from the initial 
administration predict only 32? of the variance in the retest. Thus, it 
should be concluded that the OAQ is not a reliable indicator of 
decidedness for this sample. 
Items that comprise the exploration scale demonstrate that subjects 
are not very actively seeking career Information. It may be that 
exploration activities are more relevant to students who request career 
assistance. Nonetheless, the reliabiity of these items is satisfactory, 
both for retest reliability and internal consistency. 
The Identity scale also is reliable. Scores are widely dispersed, 
but center In the range of mildly undecided or uncertain. Relative to 
the other criteria, identity has the strongest empirical support (Holland 
et al., 1975). 
In addition to the psychometric problems, conceptual linkages 
between grid variables and the criteria are speculative. For example. 
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according to expectations, low differentiation scores are problematic 
because the decider did not show clear preferences for a few top choices 
on the VPI. Presumably, this would coincide with difficulty discerning 
differences between occupational preferences on the grid. However, the 
network of empirical bridges between the structure of Interests and 
values Is not strong. Similar criticisms could be advanced about the 
speculative nature of other hypotheses as well. In conclusion, suffice 
It to say that alI of the above limitations of the criteria may have 
contributed at least somewhat to the absence of expected results. 
Comparison 12 Cochran's Grid Data 
It Is worth remembering that the present format differed In certain 
details from the one described by Cochran (1983a, 1983b, 1983c). 
Nonetheless, comparison of results shows that the present data are very 
similar to Cochran's. For example, Cochran's (1983c) high school 
students obtained significantly more positive and less variable ratings, 
but differed on none of the other grid scores. Additionally, 
Interrelationships among grid scores were similar (Cochran, 1983a). In 
the present study, and In Cochran's as well, there was good support for 
the Inverse relationships of accord with conflict, and accord with 
Intensity. The Interpretation of the interrelationships was not clear 
because multiple regression analyses in which these variables were 
entered either as main effects or Interactions did not predict criterion 
variables beyond the chance level. In the present study, the high 
correlation between positivlty and discrimination demonstrates that these 
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two variables are not statistically Independent. Unfortunately, the more 
Important question of whether they separately add distinctive Information 
was not answered because neither covaried strongly with the criteria. 
impiications af ±ba Grid Format 
The format of the grid In this study reflects a deliberate attempt 
to allow subjects the freedom of developing an individualized and 
personally relevant grid. The consequences of this methodology may have 
Important Implications. Any procedure which standardizes the stimulus 
content is almost certainly going to result In more reliability than one 
which Is Idiosyncratic in content. In the standardized format used In a 
Bodden-type grid (e.g., Cesar I et al., 1984), the stimulus Is exactly the 
same from subject to subject and on every occasion. This task, however, 
requires that subjects make decisions which may have very little personal 
relevance to real life choices. In contrast, the individualized format 
poses problems, possibly Intractable, when one wishes to compare scores 
between individuals or within the same person at different times. 
Certainly, the data In this study support such an argument. An example 
illustrates my point. Two people, A and B, are equivalent in career 
decision-making status. Both complete their own grid. Person A selects 
10 occupations which are highly similar in interest type and level of 
aspiration, such as six specialties of engineering and four others in 
closely related technical fields. Person B selects occupations In widely 
divergent fields. Both persons endorse the same set of values, and both 
have the necessary resources to pursue their career goals. However, the 
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grid task for each person is very different. Person A is trying to 
discern subtle differences between occupations while person B Is 
discriminating between occupations which are obviously very different. 
Without regard to the personal constructs of either individual, we can 
presume that Person A will be more likely to score lower than Person B on 
discrimination, accord, importance, and intensity, while the reverse is 
expected for conflict. In other words, the scores tell us more about 
differences In the grid tasks than about the people. Analogous reasoning 
also applies to wlthln-tndivldual comparisons. For example, during a 
retest Interval, Person B decides that teaching Is definitely the field 
of choice. In the second grid administration, five types of teachers are 
listed. This makes the grid task for Person B much more similar to the 
Initial task for Person A. As a result, for Person B there is a wide 
discrepancy between grid scores in the two administrations. These 
examples show In a concrete way how comparisons of grid scores are not 
always meaningful. More fundamentally, the example supports the belief 
that grid scores should not be viewed as personality taits (Fransella & 
Bannister, 1977). Extending this argument further, at this time there Is 
little logic in asserting that any level of a grid variable is good or 
bad. Cochran (1983a) clearly makes this point for intensity, but in 
another article (Cochran, 1983b) reports that high school students' 
Importance scores are "low". Yet, there is no evidence to support the 
Interpretation of high versus low importance scores. Still further, 
there is little justification for the prediction that persons who differ 
on the degree of Intensity will react differentially to vocational 
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information (e.g., Cesarl et al., 1982; Cesar I et al., 1984; Waas, 1984). 
Lest the reader dismiss the grid procedure entirely, I think It Is 
important to underscore that this criticism applies to the methodology of 
this study but not to the grid per se. A nomothetic comparison of 
subject's idiographic data seems a reasonable first attempt at the goal 
of integrating individuals' theories of careers into a general theory of 
career development. There are compel I ing reasons to think such a goal Is 
attainable. For example. In the personal constructs literature, grid 
procedures yield scores capable of discriminating among persons with 
various types of pathologies (see Fransella & Bannister, 1977). However, 
data in this study strongly support the position that grid scores cannot 
be meaningfully interpreted with traditional nomothetic approaches. The 
data do not invalidate the grid as it was originally described—as a 
technique akin to career counseling which stimulates meaningful 
conversation between a counselor and client. The hypothetical case 
examples demonstrate that scores from two grids are not necessarily 
comparable when only the numbers are considered. In contrast, the 
hypothetical grids make sense when individual's responses are 
qualitatively Interpreted. Ttus qualitative or clinical interpretation, 
routinely happens in counseling. 
Suggestions ±ÛC Future Research 
Studies could be undertaken to examine a number of factors about 
the grid format. For instance, we do not know If the grid technique Is a 
useful Intervention. Anecdotal reports by subjects In this study 
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Indicate that many found the grid process useful. Several people 
requested copies of the materials; some stayed late to talk about career 
Issues, and a few asked about how to get career counseling. 
Another suggestion is to vary the format of the grid and see how 
scores change. By altering the format, the researcher could determine 
how important It Is for subjects to generate their own values and 
occupations. Perhaps, students will find the Bodden-type grid just as 
relevant as the less-standardized grid used In this study. The effects 
of changes in the grid format remain unanswered empirical issues. 
Researchers of the career grid are encouraged to develop 
methodologies sensitive to the idlographlc Interpretation of grid scores. 
What is needed are designs which can demonstrate the utility of the grid 
as a technique capable of describing ways in which an Individual thinks 
about career decisions. This challenge requires a shift in perspectives 
such as that advocated in a recent issue of the Journal of Counseling 
Psychology (Howard, 1984; Patton, 1984; Polkinghorne, 1984). Common to 
these articles Is an attack upon traditional notions of logical 
positivism. Howard (1984), for example, advocates the development of 
research methods In which the subject Is viewed as an active agent with 
unique causal powers. Nonetheless, there are almost no guidelines to 
help the investigator translate such a perspective Into effective 
research methodologies. 
One possibility is to use an empirical single subject, nonbehavioral 
design like the one desribed by Hill, Carter, and 0*Parrel I (1983), The 
purpose of such a project Is to determine how changes In the individual's 
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thoughts about careers are (or are not) reflected In changes of grid 
scores. Career development counseling would be ideal for such research. 
The therapeutic problem is highly focused; the intervention is of short 
duration, and many of the techniques, such as interest inventories, are 
standardized. A career grid could be administered before, during, and 
after the counseling intervention. The researcher is advised to use 
multiple measures of process and outcome variables. By doing so, the 
counselor would be In a position to generate clinical hypotheses that are 
subject to empirical tests. The generation of hypothesis would be 
dependent upon the veracity of qualitative judgments, but the 
verification of the judgments is empirical. An advantage of this 
proposal Is that traditional process and outcome measures are used. For 
example, if a client approaches counseling with the complaint of not 
being able to choose among several occupational preferences, a reasonable 
outcome would be to prioritize the choices. A successful outcome Is 
predicted to be an Increase In grid scores discrimination and accord. A 
more complicated situation would be predicted for a client who Initially 
presents non-discriminating and overly positive attitudes about career 
choices. In response to a successful Intervention, this client might be 
predicted to increase discrimination and to decrease positivity, and as 
the need to compromise was recognized, to increase conflict. 
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CONSENT FOR PARTICIPATION IN SURVEY RESEARCH 
In this survey study you will be asked to complete questionnaires. You 
will complete questionnaires today and two weeks from today. To get full 
credit for your participation you need to be present for both sessions. 
None of the questions require you to reveal very personal or sensitive 
Information. . A meeting will be scheduled to fully Inform you of the 
results of this study. Only the Investigators of this study will see 
these data, which ensures confidentiality. Publication of results will 
report data for groups rather than Individuals. 
PLEASE READ THE FOLI.OWING PARAGRAH CAREFIJI LY 
The general nature and purpose of the study and procedures have been 
explained to my satisfaction. I acknowledge that I have had the 
opportunity to obtain additional information regarding the study and that 
any questions I have raised have been answered to my satisfaction. I 
understand that I am free to make further Inquiries concerning the study 
and that I am free to withdraw and discontinue participation In the study 
at any time. I am also aware that the information I provide will be 
safeguarded and remain confidential. I enter this agreement with the 
belief that the study will pose minimal to no risk to my physical and 
psychological well-being. Finally, I acknowledge that I have read and 
fully understand the consent form. I have signed it freely and 
voluntarily and understand that a copy is available upon request. 
X 
Signature of participant Date 
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Name 
(Last) (First) 
Local Address 
Local Phone 
Age Major (If undecided write undecided) 
List below all the careers you are considering for yourself right now. (It 
Is OK to give none or only one.) 
Answer questions 1-28 on the purple computer sheet. 
I. When it comes to deciding upon a career, I listed . 
a. a top choice and no alternative. 
b. a top choice and at least one alternative. 
c. alternatives but have not decided upon a top choice. 
d. no top choice and no alternatives. 
Try to answer all the following statements as mostly TRUE or mostly FALSE. 
Circle the answer that best represents your present opinion. (TRUE=I and 
FALSE=2) 
In thinking about your present job or in planning for an occupation or 
career: 
4. 
2. 5. 
3. 
2. I need reassurance that I have made the right 
choice of occupation. 
T F 
I 2 
3. I am concerned that my present Interests may 
change over the years. 2 
4. I am uncertain about the occupations I could 
perform well. 2 
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5. I don't know what my major strengths and 
weaknesses are. 
6. The jobs I can do may not pay enough to live 
the kind of life I want. 
7. If I had to make an occupational choice right 
now, I am afraid I would make a bad choice. 
8. I need to find out what kind of career I should 
fol low. 
9. Making up my mind about a career has been a 
long and difficult problem for me. 
10. 1 am confused about the whole problem of 
deciding on a career. 
11. I am not sure that my present occupational 
choice or job is right for me. 
12. I don't know enough about what workers do in 
various occupations. 
13. No single occupation appeals strongly to me. 
14. 1 am uncertain about which occupation I would 
enjoy. 
15. I would like to increase the number of 
occupations I could consider. 
16. My estimates of my abilities and talents vary a 
lot from year to year. 
17. 1 am not sure of myself in many areas of life. 
18. 1 have known what occupation 1 want to follow 
for less than one year. 
19. I can't understand how some people can be so 
set about what they want to do. 
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To what extent have you behaved în the following ways over the last 3 
months? 
1 . 2  3  4  5  
little somewhat a moderate a substantial a great 
amount amount deal 
20. Investigated career possibilities. 
21. Went to various career orientation programs. 
22. Obtained information on specific jobs or companies. 
23. Initiated conversations with knowledgeable people in my 
career area. 
24. Obtained information on the labor market and general job 
opportunities in my career area. 
25. Sought information on specific areas of career interest. 
26. Experimented with different career activities. 
27. Sought opportunities to demonstrate skills. 
28. Tried specific work roles just to see if I liked them. 
Note: Items 2-19 comprise the Vocational Identity Scale, and items 20-28 
comprise items from the Career Exploration Survey. 
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APPENDIX C; GRID INSTRUCTIONS 
Name Social Sec.No. 
In the space below I ist 1Û occupations you have thought of entering. 
To help you think of occupations consider those you have been in; those you 
might do to get away from It all; occupations of family members; your Ideal 
occupation; and so on. Also, you may look back to the occupations In the 
Vocational Preference Inventory. In other words, write 10 occupational 
alternatives which are meaningful to you. 
Using the above I 1st, rank the occupations from 1-10 with I 
representing the most preferred and 10 being the least preferred. 
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The most important rewards and satisfactions you might find in 
occupations are your work values. We use work values to heip us decide 
which occupations to pursue. 
Work values can be divided Into two poles: desired or non-desired.. 
The meaning of these poles may vary for different people. For example, 
consider the value "risk". High risk might be desirable to a person who 
likes excitement and challenges, while low risk might be favorable to a 
person who looks for sure bets. However, to both people, risk is an 
important factor when considering occupations. 
Below are descriptions of 16 work values. Circle the 10 which are 
most Important to your choice of an occupation. Rank these 10 from most 
to least preferred. You can put the rank next to each of the top 10 
values. Again, I is most Important and 10 Is least Important. 
Self-actualIzation (putting myself Into my work) means; 
-doing things at work that I really like to do and do well 
-using most of my abilities and skills In my work 
-being able to continue to develop my interests and skills at 
work 
-having a feeling that I have really achieved something 
Advancement (getting ahead) means; 
-working where getting ahead is considered important 
-working where I can get ahead quickly in my career 
-being able to get promoted 
-having a job that leads to a better future 
Aesthetics (having and doing beautiful things) means: 
-making or working with beautiful things 
-being able to enjoy beauty 
-being appreciated for the beauty of the things I make or do 
-taking pleasure in the beauty of my work 
AItruism (being able to help people) means: 
-working face to face with people to help them physically, 
emotionally, or educationally 
-doing something for others 
-helping to make a better society 
-doing work that improves things for other people 
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Authority (running the show) means: 
-managing things 
-being in a position to Influence what other people do 
-letting others know what needs to be done 
-directing the work I am involved In 
Autonomy (setting my own pace and making my own decisions) means; 
-being able to decide what to do at work 
-making my own decisions at work 
-being free to get on with a job in my own way 
-setting my own work hours 
Creativity (being creative) means: 
-being able to do or make things I haven't done before 
-discovering, designing, or developing new things 
-creating something new in my work 
-being Inventive In my job 
Economic Reward (making good money) means: 
-having all the nice things that I want 
-having a high standard of IIving 
-earning enough to live well 
-being well paid for whatever work I might do 
Economic Security (being secure) means: 
-having an Income I can count on 
-feeling economically secure 
-feeling secure in my job 
-knowing that I can always make a living 
Environment (working in a nice place) means: 
-having a good environment In which to do things 
-being In a nice part of the town or countryside 
-having good space and I ight at work 
-being in a place In which it Is easy to do my work 
1nteI IectuaI Stimulation (keeping mentally alert and active) means: 
-continue to learn new things 
-finding mental challenge In my viork 
-needing to keep up with changing methods and needs In my field 
-working with new Ideas and methods 
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Prestige (being looked up to) means; 
-being respected for my knowledge or skills at work 
-having my work recognized and respected 
-being looked up to because of my job 
-having others think well of the work I do 
ResponsibiIity (being responsible) means: 
-having real responsibility at work 
-being accountable to myself for my own actions 
-getting both the credit and blame for my work 
-being in a position to make decisions myself 
Risk (taking a chance) means: 
-running reasonable risks when there Is something to gain 
-facing the challenge of danger 
-having some risk or danger in my work 
-being In a position to try something important that might just 
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Variety (doing a lot of different things) means: 
-having every day be different in some way from the day before 
-doing a number of different things each day 
-going to different places and meeting different people 
-having work that Involves various ways of doing things 
SocI a I Interaction (working with people) means: 
-being with others while I work 
-working with people I like 
-having a job where I can easily make friends 
-being able to talk with others while I work 
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Step I ! Refer to the blank grid on the last page. Under "occupations" 
list your 10 occupations according to preference. Remember, 1 Is most 
preferred and 10 is least preferred. 
Step 2: Under "desired pole" write the favorable aspect of each value, 
and under "non-desired pole" write the unfavorable aspect of each value. 
Again, I 1st your values most to least preferred. In the sample grid, 
"good advancement opportunity" and "low risk" were values entered in the 
desired column, and "poor advancement" and "high risk" were entered In 
the non-desired column. This means that the sample person favors good 
advancement and low risk over poor advancement and high risk. 
Step 3: Rate the potential of each occupation for satisfying each value. 
Since there are 10 occupations and 10 values, you will make 100 ratings. 
Use the following scale; 
1 2 3 4 5 
no very little moderate high very high 
potential potential potential potential potential 
Give an occupation a higher rating if you think Its potential to satisfy 
your value is good, or give it a lower rating if the occupation has less 
potential to satisfy your value. There are no right or wrong answers. 
Simply give your opinion. Rate all occupations in a row before starting 
the next row. In the sample grid. Lawyer Is rated 5 on good advancement; 
Stockbroker is rated 3 on advancement, and High School Teacher is rated 
I on advancement. In other words. In the eyes of the sample person. 
Lawyer has very high potential for advancement, and Stockbroker has 
moderate potential. Likewise, Lawyer has high potential for being low 
risk, but Stockbroker has very little potential for low risk. 
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